Introduction
Augmenting existing behavioral approaches to occupational intention research we investigate the link between four types of extrinsic and intrinsic personal and work motivation, and the intention of students to work in civil service after graduation. We make detailed observations of the self-reported job preferences of public administration (PA) undergrads in two prestigious universities in Moscow. We also make in-depth observations of the expected utility underlying students' job preferences. We use these observations as a basis for a theory of occupational preference formation among future public servants. By doing so our paper connects to three strands in administrative science research: behavioral public administration (BPA; Simon 1997 , Olson 2015 , human resource management, and decision making theory.
In particular public service motivation (PSM; Perry 1996, Perry and has been among the core concepts of modern behavioral public administration and facilitates our understanding of both individual and organizational level performance in public agencies.
Recent evidence from large scale surveys show that Russian individuals who are actually employees in public sector organizations self-report a higher level of public service motivation compared to their private sector counterparts (Bullock, Stritch and Rainey 2015) .
Recent theoretical and empirical research also draws a clear link between public service motivation and occupational intention. For instance Bangcheng et al. (2011) find that jobseekers with high levels of public service motivation exhibit preferences for public sector employment.
We start from the assumed causality that the attitudes and motivations of PA undergraduates determine their job choice. In line with existing research we hypothesize that PA students with a high level of self-reported public service motivation (PSM) have a higher intention to work in civil service after graduation. We further hypothesize that parents working in civil service are positively correlated with a student's preference for a job in civil service.
Our findings are based on a survey among nearly 300 Public Administration undergraduates in two prestigious universities in Moscow. From our unique new dataset we find that a job in federal government / civil service is the top destination of PA undergrads in the Russian capital. Open an own business is ranked second at par with getting further higher education.
We find that Moscow PA undergraduates self-report high levels of PSM and power motivation, and very high levels of achievement motivation. Furthermore we are able to identify nine motives for PA undergraduates in Russia to work in civil service after graduation. Based on logistics regression estimation techniques we are able to demonstrate that PSM is positively correlated with the intention to work in civil service after graduation.
Estimates provide no empirical support for hypotheses on power and achievement motivation.
Occupational preference formation: Review of literature
In order to understand and explain the various motives underlying occupational intention we have to learn about human behavior, motives and its many elements. "A complex mix of motives" drives human behavior (Vandenabeele and Van Loon 2015 p. 369) . Motivation itself is multifaceted and has multiple dimensions. Goals, culture, socialization, internationalization and identification (Vandenabeele 2008) antecede the multiple motivational bases of human behavior. People behave in a particular way to obtain rewards, guilt and honor or to avoid punishment. Prior Experiences, socialization and many other events develop various types of motivation. Accordingly a broad range of aspects draws individuals to work for the public sector (Vandenabeele and Van Loon 2015 p. 369) . One element is job security; another element is public service motivation. In 1997 James Perry presented results which suggested that "an individual's public service motivation develops from exposure to a variety of experiences some associated with childhood, some associated with religion, and some associated with professional life" (Perry 1997 p. 190 ) Public service motivation for instance grounds in rational motives, norm-based motives and affective motives, according to Perry and Wise (Perry and Wise 1990) . To very varying degrees people feel attracted to politics and policymaking, value the public interest, and are willing to sacrifice themselves for the wellbeing of others. Attraction to policymaking, commitment to the public interest, compassion and self-sacrifice are four established dimensions of public service motivation (Perry and Wise 1990 , Perry 1996 , Perry and Vandenabeele 2015 Existing behavioral public administration research has focused on the link between public service motivation and civil service job intention. However, the link between prosocial motivation and occupational choice is far from clear-cut. On the one hand a majority of scholars theorizes that prosocial motivation draws people to work in the public sector. The argument why people who feel attracted by helping others should draw to work in civil service is well established (Perry and Wise 1990) . And in fact several studies from North America (Perry 1997 , Lewis and Frank 2002 , Clerkin and Coggburn 2012 , Ng and Sears 2015 , Boyd et al. 2017 , Choi and Chung 2017 , Europe (Vandenabeele 2008 , Winter and Thaler 2016 , Nezhina and Barabashev 2017 , and China (Bangcheng et al. 2011 ) demonstrate a positive link between prosocial motivation and public sector job intention. Also experimental research (Belle 2015) robustly confirms the statement that public service motivation is a proxy for a calling to public service Wise 1990, Ritz et al. 2016 ).
These findings align with more general attraction-selection models of job choice. Theories of person-organization fit (Schneider 1987, Day and Schleicher 2012) posit that "people like to work in an environment which fits with their own preferences" (Vandenabeele 2008 (Vandenabeele p. 1091 .
Accordingly individuals who do not mind helping others at the expense of their own time and resources are more likely to be found in public sector jobs.
On the other hand some scholars have questioned this well-established link for theoretical and empirical reasons: prosocial motivation may simply result from on-the-job socialization rather than from an attraction selection mechanism. From this perspective adaption to prosocial norms in public sector organizations determines the level of public service motivation -and not the other way around (Kjeldsen and Jacobson 2013) . For an incumbent civil servant it might be ecologically rational to self-report a high level of public service motivation.
Kjeldsen and Jacobsen (2013) study prosocial motivation of Danish physiotherapist students before and after their first job entry. Their findings suggest that PSM is not relevant for attraction to public sector employment at all. The level of PSM declines after job entry into both the private and the public sector; this shock effect is smaller among fresh civil servants compared to for-profit sector newbies, however.
Existing evidence suggests that the link between prosocial motivation and occupational preference formation varies by administrative context and culture. In some countries (US, Canada, the Netherlands, Germany, Italy, Russia, China) prosocial motivation reportedly draws young people to work in nonprofit sectors, while in other countries (Denmark) it does not. For the first time in Russia only recently Tamara Nezhina and Alexey (Nezhina and Barabashev 2017) investigated the link between prosocial motivation of MPA students and their intention to work in government upon graduation. Using survey data from 203 MPA students in Moscow, St. Petersburg and Tyumen they find that prosocial motivation positively links to civil service job intention. Existing evidence from administrative sciences further suggests that to answer the question whether prosocial motivation of public servants results from socialization or attraction-selection mechanisms it is reasonable to study individuals that possess little to nothing working experience in the public sector, e.g. public administration undergraduates.
Researchers from other behavioral sciences have proposed more general models of job preference formation. Jae Yup and McCormick (Jae Yup and McCormick 2011) propose a framework in which idiocentrism-future, allocentrism-family and long-term orientation indirectly predict occupational intention. Indirectly because they influence other variables, which later influence occupational intention. Jae Yup and John McCormick report that Australian high school students who were idiocentric towards the future and allocentric towards their family value occupational interest and enjoyment. And positive attitudes towards an occupation result in strong intention to actually pursue a particular occupation. Fishbein (1967) has proposed a model of behavioral intention and behavior. Applying this model Greenstein et al. (1979) study the antecedents of female occupational choice. They find that "friends, professors/advisors, parents and professionals in the occupation are the major covariates affecting [job] intention [of female US students].
[…] it appears that the subject's beliefs about the expectations of relevant others are significantly more important than the perceived consequences associated with an occupation" (Greenstein et al. 1979 p. 360) . Hartung et al. (2010) report that US college students with a collectivist mind do not exhibit occupational planning behavior that is different from to their more individualistic peers.
"Individualism reflects cultural patterns promoting independence.
[…] Autonomy, agency and separation define individualism" (Hartung et al. 2010 p. 35) Collectivists tend to comply with in group-norms from families, communities, or nations, "individualists prefer values such as hedonism and self-direction" (Hartung et al. 2010 p. 35) . We use our new unique observations as a basis for a theory of occupational preference formation among future public servants. Our model posits that the intention to work in the public sector results from:
A general model of civil service job intention
1. The perceived expectations from relevant others, 2. The willingness to comply with these expectations, 3. A cost-benefit analysis reflecting expected utility from four benefits from public sector employment.
We state that three types of motivation navigate the cost-benefit calculus: public service motivation, power motivation, and achievement motivation. We further state that an aspiration level mediates the impact the expected utility from public sector employment has in civil service job intention. Below we explain our model in detail, derive a number of detailed hypotheses and give a review of literature for each underlying assumption.
Perceived expectations from relevant others
Our model predicts that both parents and relatives working in civil service are positively correlated with a student's preference for a job in civil service. We argue that students perceive an implicit or explicit expectation to follow a 'given' occupational path. Parents socialize their kids in many different ways. They do it directly when they recommend them to enroll at a School of Public Administration, and to work in civil service after graduation. They do it indirectly when children observe and potentially mimic the behavior of their parents.
From their very early years children and teenagers experience when and what mommy and daddy tell about their jobs.
Hypothesis 1 (perceived expectation for public sector employment from parents):
Parents working in civil service are positively correlated with a student's preference for a job in civil service.
We expect a much smaller impact from prior job choice of relatives in job preference formation of students compared to prior parental choices. Relatives are just not that influential as parents are. Relatives working in public sector are expected to create a much smaller perceived expectation.
Hypothesis 2 (prior occupational choice of relatives): Relatives working in civil service are positively correlated with a student's preference for a job in civil service.
We expect a smaller relationship compared to parental job choice.
Willingness to comply with expectations from relevant others
The impact of prior parental (and from relatives) occupation choice on the intention to work in public sector is mediated by an individualism-collectivism types of personality. For students exhibiting a collectivistic mindset parental job choice will have a greater impact compared to students with a more individualistic mindset.
Hypothesis 3 (collectivistic mindset mediates impact of relevant others): For students exhibiting a collectivistic mindset parental job choice will have a greater impact compared to students with a more individualistic mindset.
Expected utility from public sector employment: Three types of motivation
Our model posits that people feel attracted by a civil service job if they may expect high utility from it. The combined expected utility derives from individual valuation of four potential benefits: job security, stable income, and the opportunity to serve the public interest and to affect and implement public policies. Valuation for each potential benefit positively links to expected utility and thus behavioral intention. We thus hypothesize that people who value job security are likely to exhibit a high intention to work in public service, and so do people who value a stable income and the opportunity to serve the public interest and/or affect public policies. We implicitly assume that all four factors equally contribute to combined expected utility function, since we lack theoretical arguments and empirical evidence to do differently. We also assume a simple linear utility function.
Hypothesis 4 (valuation of job security): A student's valuation of job security is positively associated with her intention to work in civil service.
Hypothesis 5 (valuation of stable income): Individuals, who value stable and secure income, including guarantees for post-employment pension entitlements, exhibit a high post-graduate intention for civil service employment.
Hypothesis 6 (valuation of opportunity to serve the public interest and community members): Individuals who value the opportunity to service community members and / or the public interest are likely to exhibit a high level of behavioral intention for civil service employment.
Hypothesis 7 (attraction to public policy making and implementation): A student who feels attracted by the opportunity to influence the making and implementation of public policies is likely to exhibit a high degree of post-graduation civil service job intention.
We posit that three types of motivation navigate the cost-benefit calculation: public service motivation, achievement motivation and power motivation.
Three types of motivation
We further assume that high PSM leads to high intention to work in civil service. We think that underlying causality is that the attitudes and motivations of PA undergraduates determine their job choices (Festinger and Carlsmith 1959) . Public Service Motivation indicates to what extent an individual feels motivated to maximize the general public interest and to serve the well-being of other people even at their own expense (Perry 1996) . We hypothesize that those students who self-report a high level PSM plan to work in civil service after graduation. We also hypothesize that they find civil service employment attractive (even if they do not plan to work their immediately, e.g., because they intend to improve their job market position by earning a masters' degree).
Hypothesis 8a (public service motivation): PSM is positively correlated with intention to work in civil service after graduation. driven by a desire to achieve particular goals. Goal-oriented management or performance related public management has been promoted since the mid-1980ies. But apart from professionals with weakly defined roles public administration is similar to constraint-driven management (Wilson 1989) ; standard-operating procedures (SOP) regulate and standardize the behavior of civil servants leaving little discretion to civil servants with clearly defined roles performing observable activities. We expect that such an environment in civil service employment will not attract people with achievement motivation. It does not fit their personality type.
Hypothesis 10a: (achievement motivation -after graduation): AM is negatively correlated with intention to work in civil service after graduation.
Hypothesis 10b: (achievement motivation -attractiveness): AM is negatively correlated with perceived attractiveness of civil service employment.
Aspiration level
Our model further assumes that each individual has an aspiration level; that is, an expected pay-off from a potential action. The level of aspiration may range from zero (no expectations) to infinity, i.e. unrealistic expectations that will never be satisfied. Our model posits that the aspiration level of an individual mediates the relationship between her perceived utility from public sector employment and her behavioral intention.
Where do you want to work tomorrow? Job intentions of PA undergraduates in Russia The Russian administrative context
The Russian administrative context has been influenced both by Soviet bureaucratic legacy and the supersonic transformation from central planning to a market economy in the early 1990ies. The accompanying ideological turn has nullified old ethical norms but failed to establish new moral standards. Facing this "absence of clear societal norms" and based on results from a pilot study Nezhina and Barabashev (2017, p. 7) argue that James Perry's "normative 'motivation' is irrelevant in the Russian transitional context". Some scholars consider Russian bureaucracy best described by features like extreme hierarchies, prone to corruption, inefficiencies and mismanagement, or in the dramatic words of A. V. Obolonsky, Russian bureaucracy is "extremely archaic and ineffective and morally corrupts even initially honest people, both inside and outside state structures." (Obolonskii and Barabashev, 2014, p. 78) . Accordingly there is a widespread perception of corruption (Rimskii 2014 , Public Opinion Foundation. 2014 , and a low level of trust in government and civil service. These judgements contrast with continuous civil service reform both at federal and regional level since the 2000ies. The reforms were largely driven by the central government and intended to "make public servants independent from political influence, to reduce the number of government functions and the size of the workforce in public offices, and to establish a competitive recruitment and pay-for-performance system" (Nezhina and Barabashev 2017, p. 5).
New survey evidence
We surveyed a non-representative sample of 295 undergraduate students at two higher education institutions in Moscow, Russian Federation. There are two big types of surveys, statistical surveys (Groves et al. 2004 ) and qualitative surveys (Jansen 2010) . Statistical "surveys use a sample of members to measure population characteristics" (Jansen 2010, [2] )
Statistical representativeness of the sample is a main issue in the case of quantitative sample surveys. (Jansen 2010, [5] ) In contrast qualitative surveys intend to investigate the diversity of behavior within a given population. " [A] survey is a qualitative survey if it does not count the frequencies of categories (/values), but searches for the empirical diversity in the properties of members, even if these properties are expressed in numbers." (Jansen 2010, [11] ) Our data does not match this definition of qualitative survey data. We therefore assume to use statistical survey data. The population of our study constitutes all public administration undergraduates in Moscow; five major universities and higher education institutions offer public administration bachelor degree programs. The sampling frame consists of some 1,000 students enrolled in one of these programs. To obtain data we directly approached students asking them to participate in a scientific survey. Students were briefly informed about the very general purpose of the research, namely to learn about job preferences upon graduation.
Details on underlying assumptions and hypotheses were not provided. Voluntary participation and anonymity of responses was assured at any stage of the data gathering processes. We gathered the data on all variables of interest in a paper-based questionnaire. The questionnaire was administered to participants after about a dozen of different educational courses over a two-week period in spring 2016. We received 295 completed questionnaires from second year students of Bachelor degree public administration programs at two higher education institutions in Moscow, Russian Federation. Bachelor degree public administration programs are also offered in numerous universities outside the capital. We restrict to students Moscow to investigate job preference formation in the context of unrestricted educational and employment opportunities (Nezhina and Barabashev 2017, p. 13) . Moscow is the administrative, political and financial center of Russia offering a wide range of choice regarding education programs and job opportunities upon graduation. In other parts of Russia government is often a primary employer resulting in potential bias of civil service job intention among students (Nezhina and Barabashev 2017) .
We surveyed students from two different institutions because we may expect diversity in personal values and beliefs between the two groups of students. We selected the two higher education institutions because both have well established and recognized public administration programs. At the same time the mission statement of both institutions significantly varies: the first institution has been following a liberal western-oriented approach, while the second institution adopted educational reforms framed by a more domestic orientation. A job in federal government / civil service is the top destination of PA undergrads in the Russian capital -that is our first main observation. One in four (25.8%) PA students intend to work in a federal government agency after graduation. The next -and somewhat surprisingobservation is that 18.3 per cent of respondents plan to open an own business after graduation.
The same share of students (54 individuals, or 18.3 per cent) intend to earn a Master's degree, or other forms of higher education. Open an own business is ranked second (18.3%) at par with getting further higher education (18.3%), that is, earning a master's degree or beyond (not necessarily in PA, since the survey items did not ask a particular subject of future studies and/or a desired academic degree Two gaps called our attention in this new unique dataset of self-reported first choice job preferences: The federal-regional attractiveness gap: Seemingly a job in federal civil service is about four times more attractive than a job in regional government. Only 20 students (6.8 per cent) said that working in regional government is their first job choice, compared to 76 individuals (26 per cent) for federal government. This finding is in line with previous surveys among civil servants employees from one of the co-authors that also showed that federal employment is preferred over regional employment. The entrepreneurbureaucracy gap: The idea of getting started with an own business is more popular among PA undergrads than everything else apart from a federal government top job.
Additional qualitative evidence
We did additional field research to learn about the qualitative motives underlying job preferences. Three weeks after we administered the survey, we presented Figure 2 to three different groups of students that did participate in the survey. The survey was carried out ensuring strict anonymity, so we did not know distributions or job preferences for any of the subsamples. We told them that we asked not only them but similar students, also 2 nd years PA undergrads, from another prestigious university in Moscow. We did not mention the name of the other university. Then we initiated started open classroom discussion. The three groups consisted of 20-30 students each; small enough to have meaningful discussion; but big enough to ensure voluntary engagement in discussion. We asked:
Why is federal government job more attractive to you than regional government?
What good things or benefits do you expect from federal civil service?
What makes opening an own business so attractive?
And why not take a job in an international business firm?
We have two pseudo-independent data sources: The classroom discussion provided qualitative supplementary evidence to the data from survey questionnaire. To disentangle surveys responses from verbal discussion there was a time lag of three weeks between survey response and classroom discussion. Three different subsamples of students took part in 
Prestige, recognition, power:
Students think a job in federal civil service gives you more prestige, more power, more social recognition, more impact on policy making and a higher salary than a job in regional government (contributes to our understanding of gap 1 Federal -regional). Power, social recognition and prestige are different things; the main motive here is that they expect more of everything in federal compared to regional civil service.
Centralization:
Students are clearly aware of the strongly centralized political and administrative system in Russia. Students expressed their perception that in federal government you are making laws, but regional government is only implementing laws.
When you only carry out, decision taken elsewhere, you will witness less impact, receive less recognition, and get less salary than in Moscow.
Impact on policy making:
Undergrads prefer to work in federal government / civil service because they expect to have more impact on making laws and affecting public policy.
Leeway for initiative: Because regional government only implements federal laws you
have less leeway for initiative, students mentioned.
Salary:
Students expect higher salaries in federal than in regional government, because in federal government you have more power and impact. At the same time they mention that in private sector is that you can earn more money, while in civil service pay scales are strictly regulated.
Regulation of behavior:
Some respondents express a negative perception of strict performance measurement schemes, control and supervision by superiors.
7. Independence: Students expressed the perception that an own business give you more independence in making decisions.
Living in Moscow: Students are attracted by the prospect of living and working in
Moscow. Federal government is in Moscow, while regional government means living "outside big cities".
Social benefits:
Students mentioned that in civil service, and in international companies you are entitled to social benefits or social packages compared to a much lower level of social security in your own business.
Data and methods
We fit a model in which the intention to work in federal or regional civil service (fedregdv) is a function of sex, parents working in civil service (parents), an interaction between two types of collectivistic mindset and parents working in civil service (VHCpar = [HC+VC] × parents), vertical and horizontal collectivisms (VHC), relatives working in civil service (relatives), aspiration level (nihil), university (university), achievement motivation (AM), public service motivation (psm), power motivation (power), attitude towards stable income (income: N), and valuation of job security (job: BA).
Dependent variables
We intend to explain what drives students to strive for civil service employment after graduation. We use two response variables: -First order job preference for civil service, and -Perceived attractiveness of civil service employment
The intention to work in civil service after graduation is our first binary response variable.
This study measures first order (single choice) preference for civil service with a single item:
After graduation I plan to … (nine choice outcome, including "working in federal government / civil service") 25.8 percent of respondents intend to work in federal civil service / government after graduation (=1, 0 otherwise).
Our second response variable is the perceived attractiveness of civil service employment.
Respondents were further asked to rank the attractiveness of different career opportunities.
Attractiveness of a civil service job is much higher compared to its first order preference.
Working in federal government is the first-best job preference for one in four respondents.
But almost three in four (74.6%) PA undergrads report that a federal government job is attractive or even highly attractive to them.
A job in federal government / civil service -how attractive is this career opportunity to you? (From 1=very unattractive to 5=very attractive).
Figure 4: Attractiveness of a job in federal government

Notes: Own data and figure. Survey question: A job in federal government-how attractive is this to you?
The distribution is biased towards attractive. Not surprisingly a civil service job in the city of Moscow is attractive or even highly attractive to an overwhelming majority of PA undergraduates (Three in four, 74.6 per cent). For 48.8 per cent of total respondents a job in federal civil service is "highly attractive". For additional 25.8 per cent working in a federal government agency is "attractive". 15.9 per cent are neutral. 5.1 per cent consider a federal service job as unattractive, and to 4.4 per cents say it is very unattractive to them.
Covariates
Parents' occupational aspiration
The perceived expectation from relevant others (parents' occupational aspiration) is an unobserved, latent exogenous variable. We do observe whether parents work in civil service (yes=1, and 0 if otherwise).
Individualism
The motivation to comply with the perceived expectation from relevant others is an unobserved, latent endogenous variable. We use the constructs of horizontal and vertical individualism and collectivism, respectively (Triandis and Gelfand 1998) . Individualism and collectivisms are independent dimensions of a person's personality (Triandis 1995) . In horizontal individualism, "people are likely to say 'I want to do my own thing'", but do not emphasize a high social status (Triandis and Gelfand 1998 p. 119) . In vertical individualism people value social competition to acquire social status. In horizontal collectivism people "emphasize common goals with others, but they do not easily submit to authority" (Triandis and Gelfand 1998 p. 119 For this study VC was based on two items and HC on three items. VI was based on two items and HI was based on a single item.
Vertical collectivism
When I see that the other cannot follow my speed I slow down because I do not want that the others think bad about me (five choice outcome, from 1=not important at all to 5=very important)
It is important to me that my student fellows think good about me (five choice outcome, from 1=not important at all to 5=very important)
Horizontal collectivism
I help out friends even if this means I have less time to do my own work. (five choice
outcome, from 1=strongly disagree to 5=strongly agree)
If you can easily help a friend it is alright to deviate from the regular procedure. (five choice outcome, from 1=strongly disagree to 5=strongly agree)
For group-work I like to be in a team with someone I know very well personally, even if s/he is not very productive (five choice outcome, from 1=strongly disagree to 5=strongly agree)
Vertical individualism (VI)
Having a clear goal in live is important to me (five choice outcome, from 1=strongly disagree to 5=strongly agree)
Being successful in whatever I do is important to me (five choice outcome, from 1=strongly disagree to 5=strongly agree)
Horizontal individualism (HI)
Being independent in making my decisions is important to me (five choice outcome, from 1=strongly disagree to 5=strongly agree)
To receive meaningful answers and to reflect the Russian cultural context all items were developed in Russian. "We computed each individual's" HC, VC, HI and VI "scores as the sum of the items" described above. (Triandis and Gelfand 1998 p. 121) . High VC and HC scores are expected to increase the slope of parents working in public sector on behavioral intention. Attitude HC, attitude VC, attitude HI and attitude VI are measurements of M.
The expected utility from the potential benefits of public sector employment is an unobserved, latent endogenous variable. In our model EU has four dimensions, one for each potential benefit. We state that dimension 'job security' and 'stable income' are driven by rational motives, while dimension 'serving the public interest' and 'affecting public policy' are based on affective motives.
Power motivation
This study measures power motivation with two items. Rob Eisinga, Manfred te Grotenhuis and Ben Pelzer (2013, p. 641) conclude that the "most appropriate reliability statistic for a two-item scale is the Spearman-Brown coefficient that together with standardized coefficient alpha". Therefore we report both scale reliability measures. Both Cronbach's alpha and Spearman-Brown coefficient for the two-item scale equal 0.67.
PA to me means an opportunity to make a career, become boss (3.4)
PA to me means the ability to take a position in the national elite, have a prestigious job (3.5)
Respondents self-report a high level of power motivation. The mean value is 3.8 on a 1-5 scale, which is above the mid-point of the scale and bit higher than the average psm-score (3.71). The level of power motivation significantly differs between the two universities:
Students from the university One self-report a higher level of power motivation (group mean=4.0) than their peers in university Two (group mean=3.75).
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Achievement motivation
This study measures achievement motivation with six items (Cronbach's alpha=0.65).
PA to me is a Means to become a high end professional (3.8)
PA to me is a mean to do my work better than others (3.9)
PA to me is an opportunity to prove myself (3.10)
Having a clear goal in life is important to me to (7.1) Achieving a goal is important to me to (7.2)
Being successful in whatever I do is important to me (7.5) Students from both universities univocally self-report a very high level of achievement motivation, the mean value is 4.2, and the minimum observed value is 2.5, i.e. the smallest observed response equals the midpoint of the scale.
Power motivation, achievement motivation and public service motivation are observed exogenous variables.
Public service motivation
This study measures public service motivation with four items (Cronbach's alpha=0.62): To me public administration is … To me public administration is a means to help other people (3.2) (five choice outcome, from 1=strongly disagree to 5=strongly agree)
To me public administration is patriotic service to Motherland (3.3)
To me public administration is an opportunity to change something in society and world (3.11)
The students from university One report higher PSM scores (group mean 3.76) compared to students from university Two (group mean 3.58).
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Measurement of an individual's attitude towards stable income was based on two items (Spearman-Brown coefficient = 0.4, Cronbach's alpha = 0.4):
Public administration to me means stable increasing income (five-choice outcome, from 1=strongly disagree to 5=strongly agree) Public administration to me means an opportunity to receive social benefits (fivechoice outcome, from 1=strongly disagree to 5=strongly agree)
Valuation of job security was measured by a single item:
Trying to avoid mistakes is important to me (five-choice outcome, from 1=strongly disagree to 5=strongly agree)
Aspiration level
Our model states that each individual has an aspiration level; AL affects the slope of M on behavioral intention, y. Aspiration level is measured by a single item:
(Reverse) Public administration is just yet another profession (five-choice outcome, from 1=strongly disagree to 5=strongly agree).
Summary statistics are reported in Figure 5Ошибка ! Источник ссылки не найден.. 
Zero-order correlations
We conducted chi-squared and t-tests and also computed and report point-biserial correlation coefficient as a measure of effect size, and association respectively (Figure 6 ). The pointbiserial correlation coefficient indicates that there is a small positive correlation between level of collectivism and gender; women tend to be more allocentric towards relevant others. The point-biserial correlation coefficient indicates virtually no association between level of PSM and parents working in civil service. This suggests that parents in civil service do not increase the level of PSM. The point-biserial correlation coefficient indicates a strong negative association between relatives in public service and the interaction term VHCpar. The two variables should not be included into an equation simultaneously. Gender and university are not independent of each other (there are more women and fewer men in university One then we would expect if both variables were independent of each other). There is a highly significant positive association between parents and relatives working in the public sector.
There is a small negative association between university and aspiration level. 
Estimation results
Estimation results for the response variable 'first order job preference' are reported in Figure   7 . Model fit is rather low. Models for the dependent variable 'regional civil service' are especially low; there are only a small number of persons who intend to work in regional government. Estimation is difficult for such rare events. We continue with the model with the best fit and select only perceived attractiveness of federal government job.
Brant test of the parallel regression assumption indicate that none of the reported models violates the assumption. Ordered logistic regressions are thus the preferred estimation approach. OLS regression on a limited dependent variable would result in biased estimates and thus misleading results.
Figure 8: Estimation results: Perceived attractiveness
Notes: Own data and figure Perceived attractiveness of a job in FEDERAL civil service (five-choice outcome, from 1=very unattractive to 5=highly attractive)
Perceived attractiveness of a job in REGIONAL civil service (five-choice outcome, from 1=very unattractive to 5=highly attractive)
Results from ordered logistic regressions indicate that a high degree of collectivism, allocentrism towards relevant others, is associated with a low perceived attractiveness of a job in federal civil service. Being a student in university Two is associated with a lower probality to perceive federal civil service jobs highly attractive. One explanation is that university Two attracts a different type of students (attraction-selection already at student's level). Another possible explanation is that university Two teaches its students different values. Power motivation has a significant positive impact on how attratctive students perceive a federal civil service job. The positve effect is not significant for regional civil service employment.
Public service motivation has a highly significant positive impact on the perceived attractiviness of federal and regional civil service employment. Our results suggest that public service motivation draws PA undergraduates to work in public service. A high level of risk aversion makes a positive perception of federal civil service employment rather unlikely.
People who report that they try to avoid mistakes are likely to perceive federal civil service employement as less attractive. Relatives working in public service increase the likelihood to perceive regional civil service employment as highly attractive. For parents in civil service we find no similar significant effect. One possible explanation is that the statement "I perceive regional employment as attractive" is just a way of saying 'I intend to return to my home town after graduation, where I have relatives working in civil service as well'. Even if this holds true this will not explain why we do not find any significant effect from parents in civil service on perceived attractiviness. Achievement motivation has a positive impact on perceived attractiviness of both federal and regional civil service employment. And undergraduates who value a stable income are likely to perceive federal civil service as an attractive job choice.
Discussion and conclusion
In this paper we present detailed observations of the self-reported job preferences of 2nd public administration undergraduates in two prestigious universities in Moscow, Russian
Federation. We report that federal civil service is the top destination for Russian PA undergraduates. We also report that working in federal civil service by far triumphs over regional public administration in terms of self-reported occupational intention. The surprising result from the survey data is that only one in four public administration graduates intend to work in civil service upon graduation. Given the fact that all respondents are enrolled in a public administration program we would expect a much higher level of civil service job intention. To us this private -public sector gap is somewhat surprising. One potential explanation is that sector preferences and work values could be a dynamic state (Choi and Chung 2017) . Moscow is the financial and commercial center of Russia; the city offers a wide range of job opportunities both in the non-profit and the private business sector while in other parts of Russia government is often a primary employer. Recognizing unrestricted work opportunities in the capital some students may have changed their occupational intentions after entering university.
We proposed a general model of job preference formation with respect to public sector employment. We drew a line between first order job preference for different types of civil service and perceived attractiveness of public sector employments. We find that the motivation to serve society drives the intention to work in civil service after graduation. And the motivation to do good for other people also fuels a positive perception of public sector employment. This result is line with theoretical arguments and a number of empirical studies.
We are able to explain perceived attractiveness much better than first order civil service job intention.
The results do not confirm parts of our general model. There is very little, if any, evidence that supports our position that relevant others drive public sector job intention; and also that the motivation to comply with these expectation drives job intentions. What we find instead is that the degree of collectivism does play a role for civil service job intentions. We observe that collectivism, i.e. reflecting on relevant others in decision making, is associated with a low intention for and perceived attractiveness of public service employment.
Further steps may include structural equation modelling (SEM); SEM would allow reflecting the fact that students are nested in universities. SEM would also allow for testing for a moderating effect of collectivism and aspiration level. So far we modelled them as indicator
variables. Future refinement of the model may reflect the idea that occupational intention might also result from two other major sources: public perceptions of public service, and peer effects within social groups of students. Finally our concept of public service motivation requires some further critical discussion in the future.
